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ABSTRACT 
Employee engagement is a positive, fulfilling, work-
related state of mind that is characterized by vigor, 
dedication, and absorption. Practitioners and 
academics have over the years agreed that the 
consequences of employee engagement are positive. 
There is a general belief that there is a connection 
between employee engagement and business results.  
 
Two structured questionnaires were used for the study 
and 200 employees working for a petrochemical 
company were targeted. 
The data showed a statistically significant positive 
relationship between employee engagement and TQM 
dimensions.  Managers need to enable an organization 
to attract, develop and retain highly engaged 
employees to ensure a sustainable competitive 
advantage. 
 
 
INTRODUCTION  
 
To survive and compete successfully in today’s 
turbulent economic environment, organizations 
require employees to be pro-active, show initiative and 
remain committed to performing at high standards [2, 
p. 181]. Organizational agility requires employees 
who exhibit energy and self-confidence and 
demonstrate genuine enthusiasm and passion for their 
work [3]. Summing up, modern organizations need an 
engaged work force.  
Employees who are engaged want to contribute, have 
a sense of belonging, defend the organization, work 
hard and are not interested in moving to other 
employers. Employees, who are not engaged, cause a 
gap between employees’ effort and their 
organizational effectiveness. This significantly affects 
an organization’s financial performance [10]. 
The focus of this research was on the influence of 
engagement on supply chain performance in a 
petrochemical company. This company operates 
production facilities in South Africa and supplies a 
range of chemicals to local and international markets. 
Its competitive advantage lies in its people and its 
unique technology and products. The performance of 
the organization is dependent on the workers having 
pride in their work. The degree to which these 
employees are engaged is therefore critically 
important for the success of the business. 
 
LITERATURE REVIEW 
 
Stockley [15] defines engagement as the extent that an 
employee believes in the mission, purpose, and values 
of an organization, and demonstrates that commitment 
through their actions as an employee and their attitude 
towards the employer and customers. Most often it has 
been defined as emotional and intellectual 
commitment to the organization or the amount of 
discretionary effort exhibited by employees in their 
jobs [18]. According to the Gallup Consulting 
Organization [4], there are, in terms of engagement, 
different types of people: Engaged, not engaged and 
actively disengaged.  
It is understandable that organizations wish to increase 
employee engagement, given that engaged employees 
are willing to make use of their full potential in their 
work roles in a positive way [3], have better well-
being [5], are more productive and remain in their jobs 
for longer [13] [14]. 
The Gallup Organization [4] found critical links 
between employee engagement, customer loyalty, 
business growth and profitability. The International 
Survey Research (ISR) team has similarly found 
encouraging evidence that organizations can only 
reach their full potential through emotionally engaging 
employees and customers [6]. 
 
There is much published work on quality as a 
performance measure in supply chains [8].  Quality is 
most often defined as the ability of a product or 
service to consistently meet or exceed customer 
expectations. Total quality management (TQM) as 
defined by Mohrman et al. [11] is an approach to 
managing organizations, which emphasizes the 
continuous improvement of quality and customer 
satisfaction. Karia and Asaari [7] define TQM 
practices (what an organization does to demonstrate its 
commitment to TQM) as a set of practical measures 
such as: continuous improvement; meeting customer 
requirements; reducing re-work; long-range thinking; 
increased employee involvement and teamwork; 
process re-design , competitive benchmarking; team-
 based problem solving; continuous monitoring of 
results and closer relationship with suppliers. 
 
 
PROBLEM STATEMENT 
 
Engaging the employees of the petrochemical 
organization is important as this sector forms a 
significant part of a country’s economic system 
especially in the supply of fuels and chemicals. 
Having employees that are engaged means they will 
work alongside the organization to achieve its goals 
and objectives and they can provide the organization 
with competitive advantage. Thus by engaging their 
employees they can improve levels of productivity, 
job satisfaction, motivation, commitment, and reduce 
turnover rates. 
 
 
OBJECTIVE 
 
The primary objective of this study was to investigate 
employee engagement and the possible impact it has 
on the performance of the whole supply chain.  
 
 
RESEARCH METHOD 
 
Quantitative method was used. Two questionnaires 
were administered, namely the Utrecht Work 
Engagement Scale (UWES) and Total Quality 
Management. A random sample of 200 employees was 
selected from a population of 583 employees. The data 
was captured and analyzed using the SPSS and 
STATISTICA statistical programs. Exploratory factor 
analysis, descriptive and inferential statistics were 
carried out. 
 
DISCUSSION OF RESULTS 
 
A response rate of 83% was achieved. The results of 
the factor analysis of the UWES confirmed a two-
factor model by using the simple principal factor 
analysis with a direct Oblimin rotation. The first factor 
was labelled Vigour-Dedication and the second factor 
was labelled Absorption. The results obtained using 
the principal component analysis confirm the previous 
studies [17][12][9] that have been done across 
different samples and occupational groups in South 
Africa. A study by Storm and Rothmann [16] 
indicated that although the three-factor structure 
results were satisfactory, the fit with data was superior 
with the one-factor or two-factor structure. 
 
Exploratory factor analysis was conducted on the 
TQM and the results revealed that the questionnaire 
has a seven-factor structure with all the items loading 
on those factors. Antony et al. [1] also identified seven 
critical factors for TQM. The reliability co-efficients 
for their results ranged from 0.62 to 0.95.  
 
Overall the results indicate that employee engagement 
has a positive relationship with the dimensions of 
TQM which is used as a measure of quality, which is a 
non-financial measure of performance. This finding is 
in agreement with the conclusions drawn by 
practitioners and academics that the consequences of 
employee engagement are positive [13]. 
 
Significant differences were found between the 
various demographic groups and their scores on 
engagement. Females were more engaged in terms of 
absorption, but had similar levels of engagement in 
terms of vigor-dedication. Employees aged in the 41 – 
59 years category were slightly more engaged than the 
other groups. Employees in the middle and senior 
management levels were the most engaged. Junior 
employees were the least engaged. Employees with 0 
– 2 years experience were the most engaged while the 
level of engagement was similar for the rest of the 
employees. Employees who had no grade 12 
qualification were the most engaged. 
 
 
RECOMMENDATIONS 
 
Research has shown that there is a link between levels 
of engagement and organizational performance. 
Human resource practices that have a strong focus on 
people have demonstrated a significant impact on 
improvements in productivity, satisfaction and 
financial performance. In addition, engagement needs 
to be viewed as a broad organizational strategy that 
involves all levels of the organization. 
 
For managers, work of employee engagement starts at 
day one through effective recruitment and orientation 
program, the work of employee engagement begins 
from the top as it is unthinkable to have engaged 
people in the organizations where there is no engaged 
leadership. 
Managers should enhance two-way communication, 
ensure that employees have all the resources they need 
to do their job, give appropriate training to increase 
their knowledge and skill, establish reward 
mechanisms in which good job performance is 
rewarded through various financial and non-financial 
incentives, build a distinctive corporate culture that 
encourages hard work and keeps success stories alive, 
develop a strong performance management system 
which holds managers and employees  accountable for 
the behaviour they bring to the workplace, place focus 
on top-performing employees to reduce their turnover 
and maintain or increase business performance. 
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